This study aims to determine the relationship between achievement motivation and professional competence with regard to the performance of teachers in public elementary schools in Central Java. The quantitative method is used in this study. The results of this study indicate that (1) there is a significant positive relationship between achievement motivation and work performance among elementary school teachers, with a correlation coefficient of 0.961. (2) There is a significant positive relationship between the professional competence and performance of elementary school teachers, with a correlation coefficient of 0.979. (3) There is a significant positive relationship between the achievement motivation and professional competence of teachers (considered together) and the work performance of elementary school teachers, with a correlation coefficient of 0.982 and contribution of 96.4%.
Introduction
One of the main problems contributing to the low quality of education and the need improvements in schools is the low achievement of teachers who work a variety of basic education settings. This problem is evidenced by the underdeveloped competencies of many teachers. Teachers should be able to competently facilitate the learning process; they should show the ability to plan and to foster learning and skills in personal relations, and they should also be supported by adequate facilities. Additionally, teachers need to improve their ability to teach and to master the subjects being taught. Finally, teachers must also understand the learning conditions facing their students and be able to competently create active learning activities so that they produce qualified students.
Unfortunately, efforts to improve the job performance of teachers are very difficult to implement. Existing performance data on public elementary school teachers in central java have shown that they work in minimally satisfactory working conditions and that they face problems concerning human resources. Many factors affect the job performance of teachers, including low teacher salaries, inappropriate leadership styles, facilities that do not support the learning process, and low teacher motivation. Empirical evidence shows that many teachers do not approach the task of teaching as a profession. Instead, most teachers view teaching jobs merely as a way to earn a salary every month; they do not approach the task of teaching as a career that requires one to attain a number of competencies as prerequisites to working professionally (Gultom, 2013) . Minister of Education and Culture of the Republic of Indonesia stated that Indonesian education is in a state of emergency. This is clear from the fact that the average value of teacher competence in Indonesia is only 44.5. In fact, the value of teacher competency standards is 75 (Kompas, 2017) . Beyond these scores, there are many other problems that must be addressed with regard to teachers. In addition to having inadequate education, teachers also lack competence. When teachers in all fields of study are tested, they are, on average, unable to answer 50 percent of the questions presented to them (Antaranews, 2013) .
The definition of "job performance" is derived from the definition of "performance": the fulfillment of work requirements or the results of performance (Goldhaber & Hansen, 2008) . Job performance can also be interpreted as performance. Job performance is the result of the actual performance achieved by a person and involves both the quality and quantity of a worker's achievements in performing job functions in accordance with the responsibilities given to him/her. Colquitt defines performance as "the value of the set of employee behaviors that contribute, either positively, or negatively, to organizational goal accomplishment" (Colquitt, LePine, & Wesson, 2013) . Job performance is a set of values, both positive and negative, that employees contribute for the purpose of the development of an institution. Job performance is the quantity and quality of the work completed by an individual, group or organization (Hogan & Holland, 2003) . In this case, work performance is related to the quality and quantity of work. Referring to the view of performance described above, it appears that strong work performance is the result achieved by a person who performs his or her job effectively and efficiently. According to Colquitt et al. (2013) , individual performance is a function of a combination of three factors: 1) the ability, temperament, and interests of the worker; 2) the explanation of, clarity of and acceptance of the role a worker is expected to perform; and 3) a worker's level of motivation to work. More specifically, Wright and Hobfoll (2004) have stated that teacher work performance is related to teacher behavior during the activities that compose the learning process, such as how a teacher prepared a lesson plan, implemented learning activities and assessed learning outcomes.
Teachers' job performance is based on the results achieved by teachers when they perform their jobs efficiently and effectively within a certain time frame. Factors that are considered when assessing the job performance of teachers include (a) the quality of the work performed, (b) the speed with which the work is performed, (c) the accuracy of the work performed, (d) initiatives taken by the teacher in performing her work, (e) ability shown by the teacher, and (f) the establishment of communications between a teacher and her students. These factors are related to (1) mastering the details of the duties and other related learning tasks of the field, (2) acquiring the skills necessary for carrying out the task of teaching, (3) attaining mastery and broad experience in the field of duty and other related fields, (4) remaining persistent in carrying out the task of teaching, (5) maintaining physical fitness and a healthy spirituality, (6) performing one's duties effectively and efficiently, (7) working harder than the organization, unit, or institution of employment demands, (8) carrying out the task of teaching effectively, and (9) performing the task of teaching efficiently.
According to Luthans (2011) , motivation is a basic psychological process. Motivation interacts with and acts in conjunction with other mediating processes and the environment. It must also be emphasized that, like other cognitive processes, motivation cannot be observed. All that can be observed is behavior. The motivation to achieve can be interpreted as a person's desire to do or perform an activity or task as well as possible in order to achieve a commendable outcome (Saeid & Eslaminejad, 2017) .
According to Awan, Noureen, and Naz (2011) , motivation to achieve is the motivation that drives a person to achieve more than she has ever created or achieved before, or to achieve more than any other person has created or achieved. This means that when a person already has a desire to outperform others, that person has the motivation to achieve.
Motivation to achieve is a series of perceptions or desires that arise within a person who encourages himself to achieve more than what he has created or achieved before, or to achieve more than what others have created or achieved. Such achievement motivation can be measured by one's efforts to excel in certain groups; one's ability to embrace challenges, rational success, and a job well-done; one's passion for job situations involving personal responsibility, feedback, and a medium level of risk; and one's ability to accept personal responsibility for success.
According to Spector and de la Teja (2001) , competence is a term that describes one's qualifications or abilities, whether qualitative or quantitative. Semaan and Yamazaki (2015) explained that competency is related to knowledge, skills, abilities and personality characteristics, all of which directly influence performance. Competence, according to del pro Lesorado (2011) , is an underlying characteristic of individuals; it is causally related to effective and/or superior performance in a job or situation. Such competence is related to the effectiveness of that person's individual performance in a given job; it enables the individual to achieve effective, excellent or superior performance at work or in certain situations. Thus, competence is an essential characteristic of a person who has above-average ability, distinguishing her from someone who possesses only average ability.
Professional competence is the ability to master -both broadly and deeply -the learning materials that allow learners to meet the standards of competence specified in national education standards (Kunter et al., 2013) . Professional competence in teachers can be defined as the skill or ability to carry out the basic tasks required of ies.ccsenet.org International Education Studies Vol. 10, No. 7; 2017 learning plans; skill in implementing or managing the learning process; and the ability to assess the skills required of the teaching and learning process.
Professional competence in teachers can be grouped into two categories: substantive competence and non-substantive competence. Substantive competence is defined as the ability to carry out tasks that can be observed in the planning of teaching and learning programs and in the management and implementation of the learning process; it is also part of the teacher's ability to evaluate the results of the learning process. Non-substantive competence is defined in terms of a teacher's ability to bring grounding and insight into the educational setting, as well as in terms of a teacher's personality and her contributions to the overall professional development of other teachers. Professional competence among teachers is necessary in cultivating quality education personnel, in this case other teachers. Teachers are largely responsible for the quality of education offered and for students' educational success in school. Therefore, the level of professional competence of teachers in a school sets the standard for the quality and success of education in that school.
According to Baumert and Kunter (2006) and Spector and Davidsen (2000) , the professional competence of a teacher is the ability of that teacher to carry out the tasks of the teaching profession as a teacher, counselor or administrator in a class. This competence consists of (1) control of the learning materials, (2) managing the teaching and learning programs, (3) managing the class, (4) using media and other learning resources effectively, (5) controlling the cornerstone of education, (6) managing teaching and learning interactions, (7) assessing learning achievement, (8) knowing the functions and services involved in counseling, (9) identifying problems and properly administering the school, and (10) understanding and interpreting the results of research in relation to the purpose of learning.
Any individual who works at an organization is expected to achieve optimal results, i.e., to perform well. Teacher performance is influenced by the teacher's professional competence, as competent teachers are able to produce quality performance. However, some teachers who have insufficient levels of competence can still produce quality performances, while other teachers with high levels of competence are less capable of producing quality performances. Rebore (2014) stated that a teacher's performance-related skills and his or her ability to do something are two different things. Furthermore, J. Eller and S. Eller (2015) whose findings are supported by Jalali and Heidari (2016) , state that the performance of teachers is the ability to carry out a task or job and that it corresponds to attitudes, knowledge, skills, and motivation. Based on the description above, the following question can be formulated: what is the relationship between achievement motivation and professional competence with regard to a teacher's job performance?
Method
Our research uses a quantitative correlation method. This technique analyzes the relationship between the two (2) independent variables (achievement motivation (X1) and professional competence (X2)) and one (1) dependent variable: elementary teachers' work performance (Y).
The population was composed of elementary school teachers in Bekasi, west Java. The samples in this study were drawn from the three elementary schools in cluster 2 and resulted in a total of 250 respondents.
Data were collected through questionnaires on achievement motivation techniques, professional competence and the job performance of teachers.
The instrument used to measure the three variables was a Likert-scale questionnaire. The validity of the instrument analyzed the relationship score of each item with a total score (using the formula Product Moment Correlation) and instrument reliability test (using the Cronbach's Alpha formula). To test the hypothesis using the technique of Pearson product-moment correlation, SPSS 20 was used for data analyses.
The job performance of teachers is a form of learning behavior with a job-performance orientation. Instrument performance is a respondent's score consisting of 30 items, which use statements based on the following indicators: (1) planning lessons, (2) organizing the subject matter, (3) planning classroom management, (4) planned media and learning methods, (5) planned assessments of learning, (6) managing learning; organizing time, students, and facilities for learning, (7) conducting the assessment process and producing results.
Achievement motivation is a person's desire to implement behavior that better meet their needs. Respondents' achievement motivation scores were based on 30 items of statement indicators: (1) develops positive motivation among students, (2) demonstrates seriousness in teaching, (4) works hard (5) to have any hope of success, and (6) attempts to obtain high scores.
Respondents' professional competence was based on their scores on 30 items pertaining to professional competence, which reflects the ability of teachers to carry out their professional duties according to the ies.ccsenet.org
International Education Studies Vol. 10, No. 7; 2017 dimensions of 1) understanding of knowledge learning, 2) understanding of the characteristics of the students, 3) designing learning, 4) the use of learning technology, 5) capability of assessing learning outcomes, 6) ability to develop the potential of students, 7) responsibility for students' knowledge, 8) possessing supporting knowledge about the condition of students, 9) control of learning materials, 10) ability to motivate students and 11) ability to be a role model.
The validity and reliability of the instrument were assessed based on the validity of the trial in primary schools in Jakarta, which included 60 teachers. The test results were analyzed using the relation score of the items and a total score using correlation Pearson's Product Moment, which was based on testing the validity of the instrument job performance of teachers; the test was performed on 35 items and then 30 items to ensure that the statements were valid.
The reliability of the instrument job performance of teachers is reliable according to the Cronbach's Alpha test. This item has a reliability coefficient of 0.85 on 30 items of the statement and has met the criteria of the empirical reliability coefficient, which states that an instrument is more reliable if the reliability coefficient is above 0.70.
The validity of the instrument achievement motivation was tested. After testing 40 items, 30 items were found to be valid. For this instrument, a test reliability coefficient of 0.98 was obtained, indicating that the 30 items are reliable because they meet the criteria of general empirical reliability: a coefficient is reliable if the reliability coefficient is above 0.70.
The validity of the instrument professional competence was tested. After testing 43 items, 33 items were found to be valid. A reliability test of professional competence was conducted, yielding a reliability coefficient of 0.97 for 33 items and indicating reliable statements.
Result
A normality test was performed to determine whether residues are normally distributed or not. Based on the test results of normality with the One-Sample Kolmogorov-Smirnov Test, process analysis prerequisite test calculations are calculated with the aid of the computer program SPSS 20, producing the following results:
Based on calculations, it can be observed in Table 1 that the value of r is less than the level of α used (i.e., 0.05), or 0.62 > 0.05. Thus, H 0 is accepted. This means that the motivation to achieve has a normal distribution. Based on the calculations, it can be seen in Table 2 that the value of r is less than the level of α used (i.e., 0.05), or 0.064 > 0.05. Thus, H 0 is accepted. This means that professional competence is normally distributed. The summary of the test results' correlation coefficients can be observed in Table 3 below: 
Discussion and Conclusion
The first hypothesis showed a correlation coefficient of r = 0.961 as seen in Table 3 . The result of this calculation is then compared with the r table, with N = 250 and a significance level of 0.05, resulting in the following table value for r: r table = 0.113. In this case, r calculation > r table or 0.560 > 0.113. Thus, the null hypothesis (Ho) is rejected. The results of the significance test of the correlation obtained from a t-test proves that the correlation coefficient obtained is meaningful because t = 54.495 as shown in Table 4 is greater than t table = 0.683, or 54.495 > 0.683. From the results of hypothesis testing above, it can be concluded that the first hypothesis, which stated that there was a positive and significant relationship between motivation to achieve and teachers' job performance, proved to be true. The correlation coefficient r = 0.961 indicates a strong relationship between variables. This is in accordance with the opinion of Kunter et al. (2013) , who states that a person's need for achievement (Need for Achievement / n-Ach) will encourage that person to develop creativity and to use all her energy to pursue optimal achievement and to achieve an optimal outcome.
The second hypothesis states that there is a significant positive relationship between the teacher's professional competence and job performance. A correlation analysis technique was used to test this hypothesis. Based on calculations from the product moment formula, a correlation coefficient of r = 0.979 was obtained can be seen in Table 3 . The result of this calculation was then compared with the r Table 5 is greater  than t table = 0.683, or 74.845 > 0.683 . From the results of hypothesis testing reported above, it can be concluded that the second hypothesis, which stated that there was a significant positive relationship between a teacher's professional competence and job performance, proved to be true. These findings are in accordance with the opinion of Baumert and Kunter (2006) and Cheetham and Chivers (1998) , who state that competence is a characteristic that makes someone stand out and guides her behavior and thinking under all circumstances, that competence is sustainable over a long period of time and can result in the successful performance of one's work and that competence will often manifest itself in one's thoughts, attitudes and behavior. The level of professional competence a teacher attains can influence that teacher's job performance. The magnitude of the correlation coefficient, r = 0.979, shows a high level of correlation between variables.
The third hypothesis states that there is a positive and significant relationship between motivation to achieve and professional competence, considered together, and the job performance of elementary school teachers. A correlation technique and multiple regression analysis were used to test this hypothesis. Based on calculations according to the product moment formula, a correlation coefficient of r = 0.982 was obtained as shown in Table  3 . The result of this calculation was then compared with the . From the results of the hypothesis testing described above, it can be concluded that the third hypothesis, stating that there is a positive and significant relationship between elementary school teachers' motivation to achieve and professional competence (considered together) and job performance, proved to be true. These findings correspond with the opinions of Mulder (2014) and Lim-Teo, Low, Wong, and Chong (2008) , who explain that individual performance is a function of a combination of three factors: 1) the ability, temperament, and interests of the worker; 2) the clarity of and acceptance of the explanation of the role of the worker; and 3) the level of work motivation. Job performance is optimal if a teacher has the motivation and skills that match the job and if a teacher works under conditions that allow her to do her best work. Of course, teachers who have a positive attitude toward work will have good perceptions of their job, higher satisfaction with their job, and high levels of motivation to achieve in their job. These attributes, in turn, will produce a teacher who is able to work in a professional manner. Not surprisingly, the more professional a teacher is, the better her job performance will be. Thus, the relationship of motivation to achieve and professional competence, considered together, with job performance shows that improving these two variables together results in improved performance among elementary school teachers.
The correlation coefficient of 0.982 shows that the relationship between variables is quite high, while the regression equation above means that if motivation to achieve and teachers' professional competence increase, then teachers' job performance tends to increase at the rate of 0.286 * achievement motivation + 0.351 * professional competence ,from a constant base of 1.596. Based on the results of our research, it can be concluded that, first, there was a significant positive relationship between motivation to achieve and work performance among elementary school teachers. The first independent variable had a relative contribution of 30% and an effective contribution of 29%, with a total contribution of 59% of the predictors of teachers' job performance as shown in Table 7 . This meant that the more strongly teachers felt a motivation to achieve, the better their performance. Second, there was a significant positive relationship between professional competence and job performance among elementary school teachers. The second independent variable had a relative contribution of 25% and an effective contribution of 70%, with a total contribution of 95% of the predictors of teachers' job performance in shaping the linear regression between independent variables and the dependent variable as shown in Table 7 . These findings correspond with the opinion of Cheetham and Chivers (1998) , who state that professional competence had a direct relationship with the performance of elementary school teachers; the stronger the professional competencies possessed by an elementary school teacher, the better the performance of that teacher (Li, Lee, & Solmon, 2005) . Third, there was a significant positive relationship between the motivation to achieve and the professional competence of teachers (considered together) and teachers' job performance. Together, motivation to achieve and teachers' professional competence had a relative contribution of 100% and an effective contribution of 96% to the job performance of elementary school teachers as shown in Table 7 . This meant that motivation to achieve and professional competence contributed strongly to the performance of elementary school teachers. Knowing that the variables of motivation to achieve and professional competence provide an effective contribution of 96% to the performance of teachers provides significant insight into how to best focus efforts to improve teachers' job performance.
